The Employees Retraining Programme, launched by the Hong Kong government in 1992, was promoted as the solution to structural unemployment resulting from rapid transformation of the economy. However, our study of the labour market performance of a group of trainees who received skills training in 1994/5 shows no evidence of any positive effect on the earnings, days of employment, employment rate or unemployment rate of trainees more than three year after the completion of training when compared to a group of job searchers. In particular, full-time training is found to be less effective than part-time training, and training in general skills (language, computer and office skills) is significantly less effective than training in specific occupational skills. This suggests problems in the design and implementation of retraining in Hong Kong. The Programme has yet to fulfill its rather lofty promise.
The Employees Retraining Programme has expanded rapidly in size and scope over the years. By 1999, it has received capital injection from the government totaling HK$1.6 billion. Employees retraining is touted as an important piece of public policy to deal with the side effects of global economic transformation. Recently, the government is also exploring other policy options that encourage continuous "learning for life," so that people can better adapt to the demands of a constantly changing world.
Despite the importance that the government attaches to employees retraining, there are few policy evaluations that measure the effectiveness of the programme. Based on a study of pre-training and post-training employment outcomes, Chan and Suen (1999) find no evidence of any positive effect on the earnings or employment rate of trainees one year after the completion of training relative to various comparison groups. That study consists of three waves of surveys conducted over a 14 month period between late 1995 and early 1997. For this reason, it can only evaluate the short term effectiveness of employees retraining. For training courses that are designed to improve job search skills, the effects should be fairly immediate and a short term evaluation is adequate. For training courses that impart general or specific labor market skills, however, the effects may not be fully apparent in a 14-month period, and a longer term perspective is desirable. The present paper is an attempt to address this.
Following up on the earlier surveys, we conducted a fourth wave survey in early 1999 to study the employment outcomes of individuals who had received skills training from the Employees Retraining Programme during January1996. We expect that any long term benefits from skills training should become apparent three years after completion of training.
Incidentally, in the intervening period between this fourth wave survey and the earlier surveys, Hong Kong was hit by the Asian Financial Crisis. As a result, Hong Kong was in a deep recession when the fourth survey was being conducted. Unemployment reached a high of 6.2 percent in the first quarter of 1999. The benefits from retraining are probably easier to detect in a slack labor market than in a tight labor market. Together with the earlier waves of survey, this latest survey should provide the basis for a more comprehensive evaluation of the effectiveness of employees retraining in Hong Kong.
II. Methodology of Evaluation
Hong Kong is not the only economy that has experienced rapid structural transformation, nor is it the first to adopt retraining as a solution. The extensive foreign experience in retraining and the subsequent need to assess the outcomes have given rise a large literature on manpower programme evaluation. Methodologically, these evaluations usually adopt one of two approaches: the experimental approach and the non-experimental approach.
The experimental approach involves random assignment of subjects to treatment and control groups. Because the two groups are otherwise identical except for sampling errors, simple comparison between the outcome measures of the two groups gives an estimate of the treatment effect. Examples of studies using this approach are Bell et al. (1987) , Couch (1992) , Burghardt et al. (1992) and Friedlander et al. (1993) . Despite its inherent methodological superiority, the use of the experimental approach has been the exception rather the rule in the evaluation literature. Experiments involve tight control over the assignment of subjects, with services and benefits being withheld from certain members of the target group. The ethical and political problems involved often make the experimental approach impracticable. This is surely the case in Hong Kong, where the retraining programme was introduced partly to pacify union opposition to labour importation. To deny training to a sizable proportion of those who seek assistance would not have been politically acceptable. Without the active support of the government or the training bodies, an experimental design is out of the question in our study.
The alternative by default is the non-experimental approach. This approach requires the selection of a comparison group that serves as a benchmark for the assessment of the performance of the treatment group. The problem is that it is very difficult to ensure comparability of the treatment and comparison groups. Even if the comparison subjects are chosen to closely match the observable characteristics of the treatment subjects, their different decisions on whether to seek training may imply unobservable and systematic differences between them. Indeed, LaLonde (1986) and Fraker and Maynard (1987) find that the assessment that would obtain from a non-experimental approach using comparison groups often does not replicate the benchmark results from a randomized experiment.
The non-experimental approach is also notorious for its sensitivity to assumptions, choice of comparison groups and control variables, and analytic methods. This is illustrated in Barnow's (1987) synthesis of six studies of effectiveness of training (Westat 1981 , Bloom & McLaughlin 1982 , Bassi 1983 , Geraci 1984 , Dickenson, Johnson & West 1986 , and Finifter 1987 . Using the same data set but different approaches to ensuring comparability between the treatment and comparison groups, these studies end up with a wide range of estimates, particularly for male subjects. Because the correct specification of the models of earnings and programme participation decision of the subjects is unknown, and arbitrary assumptions about the unobservables are not always testable, it is often difficult to choose among alternative estimates and methods.
Nevertheless, recent research (Ashenfelter 1978 , Ashenfelter and Card 1985 , Heckman and Robb 1985 , Heckman and Hotz 1989 and Hotz 1992 shows that, if the data is rich enough, more sophisticated econometric models can be developed to overcome some if not all of the problems of a non-experimental strategy. In this study, we do not have enough data to take full advantage of these methodological innovations. However, the structure of our data does allow us some flexibility in controlling for differences between the treatment and comparison groups, and in testing the validity of our model specification. Moreover, the literature also suggests that the comparison group approach works reasonably well in replicating the experimental results for female subjects. With a predominantly female retrainee population in Hong Kong, we hope that the selection bias inherent in any choice of a comparison group will not in the end significantly compromise our results.
III. The Empirical Model
There are different indicators of effectiveness of a retraining programme. The Hong Kong government has focused almost entirely on the employment rate. This is contrary to the traditional emphasis on earnings gain as a measure of manpower programme effectiveness in the literature, particularly when the relationship between the two variables is weak (Gay and Borus 1980) . Nevertheless, given that there may not be any single indicator that fully captures the effects of a retraining programme, we shall use a number of different labour market variables as outcome measures.
Suppose the labour market performance of subject i in period t can be captured by a measure Y it . In the empirical analysis, Y it may refer to continuous variables, like labour earnings and duration of employment, or to discrete variables, like employment and unemployment status. Because of the different nature of the variables, they are modeled differently.
Consider labor earnings first. We assume that earnings are determined by the personal characteristics of the subject (X it ), by participation in retraining programme (D it =1 if the subject has completed a retraining course by period t), and by a disturbance term it . This disturbance term may further be decomposed into three components: an individual-specific fixed effect i resulting from unobserved heterogeneity of the population, a time-specific effect t that depends on aggregate economic conditions, and a random noise u it with zero mean. We can write .
(
If we only had information in the post-training period, an ordinary least squares estimate of equation (1) would produce a biased estimate of the training effect 1 , because the participation decision D it is likely to be correlated with the individual fixed effect i . For example, participants of retraining programmes may predominantly be people with preexisting labour market disadvantages, and this will tend to bias the estimate of 1 downwards.
Alternatively, participants may be more motivated for labour market success than nonparticipants are, and this will tend to bias the estimate of 1 upwards. In principle, the bias can be solved by explicitly modeling the selection into retraining programmes. However, since the selection mechanism is still poorly understood, such an approach is fraught with mis-specification problems. Instead, we can make use of the panel structure of the data set to tackle the selection bias problem.
With a panel data set, equation (1) 
1 Alternatively, equation (1) can be differenced and estimated. The individual fixed effect will be differenced out, and the difference between the time-specific effects will be absorbed into the constant, so that the error term will be uncorrelated with the regressors (see Ashenfelter 1978 and Robb 1985) . However, since we have more than two panels of data, we can gain efficiency by estimating equation (2). (2), we also estimate the following equation:
In this alternative form, the training effect is no longer assumed to be the same for all individuals, but instead depends on a vector of personal and programme characteristics C i . In estimating this model, we have defined the C i variables in terms of their deviation from the mean. Thus, the t-statistics for the programme participation dummy variable can be interpreted as a test for the "average" training effect.
Equation (1) can also be applied to the analysis of the effect of retraining on the number of days of employment within given periods. However, because the dependent variable is defined in terms of an employment outcome between two points in time, it does not have a panel data structure. In particular, we do not have information on pre-training employment duration, which precludes a before-and-after comparison using the fixed-effects model. Thus, equation (1) has to be estimated without the individual fixed effects i and the time effects t . Moreover, there are some subjects who had no employment experience at all within the specified period, so that days of employment is a censored variable. To account for censoring, equation (1) 
In this formulation, Z it is a vector of observable personal characteristics. The common dependence on aggregate economic shocks is modeled by the time varying intercept µ t .
Individual heterogeneity is modeled by the correlation of the disturbance term. That is, for any two time periods t and t', we let corr( it , it' ) = . Note that D it = 1 if subject i has completed treatment by period t, and D it = 0 if subject i belongs to the comparison group or if subject i has not received treatment yet. Such within-individual variation in the participation dummy helps identify the treatment effect parameter 2 . As in the model of earnings, the treatment effect can interact with personal and programme characteristics. Thus, the following specification is also estimated:
IV. The Data
The Employees Retraining Board (ERB) was set up in 1992 to implement the government retraining programme in Hong Kong. Its role is strictly one of financing, providing funding for approved courses conducted at many different locations in the territory by over fifty training bodies. A variety of training courses are funded. In the fiscal year 1995/6, some 60,000 persons completed courses financed by the ERB. Of these, 12 percent attended core courses on job search skills. However, the majority of the trainees (80 percent) enrolled in skills courses, which typically last more than one month and which can be either part-time or full-time. In 1995/6, 16 percent of the retrainees received training in job-specific skills, while another 64 percent were trained in general skills courses (primarily language or computer skills). This study focuses on these skills trainees.
Data for this study are collected in successive waves of survey, tracking the performance and characteristics of subjects over the course of 40 months. The treatment group consists of subjects who were receiving skills training during the first sampling period, in the last two weeks of January 1996. The unit of sampling was the course. The skills training treatment group was selected from a randomized list of skills courses included in the ERB brochure published in November 1995. To be included, a skills course had to be in session during the baseline sampling period. 2 The courses were stratified by full-day and parttime courses, with the ratio of sampled courses in rough accordance with the distribution of course offerings by types of training. The skills-trainee subjects represent approximately a 20 percent sample of all trainees receiving skills training in January 1996. Baseline data on the treatment subjects were collected by having the trainees complete questionnaires distributed 3 Our choice of the comparison group also makes it less likely that the estimated training effect would be biased upward by the pre-programme dip in earnings of the trainees (see Ashenfelter 1978) . Briefly, individuals enroll in manpower programmes often because of a transitory decrease in income, so that their earnings will tend to rebound over time, independent of any training effect. If the comparison group is drawn from administrative or census data, as in many U.S. studies, the trainees would be compared to individuals with better luck (and higher transitory income) on average at the baseline, even if they have the same earnings in the long run. This would tend to exaggerate the improvement brought about by training. Such is not the case in our study, since our comparison subjects were likely to have similar bad luck as the trainees at the time of the baseline survey. Comparison subjects were drawn from individuals over age 30 who registered for job search assistance at offices of the Hong Kong Labour Department from December 11, 1995 to February 9, 1996. These individuals were either unemployed, or otherwise dissatisfied with their current employment. In this regard, they can be considered similar to the typical trainee.
performance of skills subjects and their corresponding comparison group. Our data set is compiled from these two surveys as well as the baseline survey.
V. Results

A. Comparison of characteristics and measures of performance
Although we started off with a baseline sample of almost 1,000 treatment subjects and 400 comparison subjects, attrition over almost three and a half years has resulted in a significantly diminished sample by the time of the third follow-up survey of our study, when only 674 treatment subjects and 185 comparison subjects were successfully interviewed. The reduction is particularly sharp for the comparison group because some of the subjects subsequently received retraining during the intervening years and had to be dropped. The characteristics of the remaining sample are summarized in table 2.
There are certain observable differences between the groups, most notably in gender composition. Skills trainees tend to be predominantly female, while the comparison group is more balanced in composition. The latter also tends to include significantly more recent immigrants and more family breadwinners. Otherwise, the groups are fairly well-matched on age, marital status, household composition, and work experience.
Estimates of the value-added of retraining can be derived from a comparison of measures of labour market performance of subjects at different points in time, and of their changes over time. This is summarized in table 3. Compared to job seekers who registered at the Labour Department, the skills trainees fared worse by almost all measures, both before and after they received retraining. Nevertheless, the trainees did show a larger improvement in employment and unemployment rates as well as in working hours, particularly over the Other measures of performance are less encouraging. Relative to the comparison group, graduates of retraining courses worked 20 fewer days between January 1996 and March 1997, and 40 fewer days in the following two years. The first figure may be biased by the fact that some training courses might still have been in session during the first sampling period, but the difference in the later period cannot be so easily dismissed. Moreover, although the average monthly earnings of trainees eventually increased by $908 (compared to the baseline) after an initial dip in the first year, the improvement is still $400 less than the comparable figure for the comparison group, suggesting little (even negative) value added for retraining. None of these "difference in difference" estimates are statistically significant due, perhaps, to the small sample size, but they surely do not offer any evidence of an effective retraining effort.
A more subjective assessment of the effectiveness of retraining is provided by the trainees' comments on the relevance of the skills they learned to their current or last employment. It can be seen in table 4 that less than 46 percent of the trainees actually found skills acquired from retraining useful for their job, while more than 35 percent reported that they never used those skills. There is also some indication that full-time and specific skills courses tended to be more effective in training skills that were subsequently used.
Although the results in this section offer a general assessment of the effectiveness of the retraining programme, they can be misleading. Obvious differences exist between the observable characteristics of the treatment and comparison groups, and unobservable attributes may also differ as a result of self-selection into the respective groups. Simple comparisons between performance measures may just reflect the effects of these differences.
In the following sections, we shall try to control statistically for observable and unobservable differences between the groups.
B. Fixed-effects models of earnings
Among the different measures of the training effect, change in earnings is perhaps the most studied. Standard models have been developed, including the fixed-effects models specified in equations (2) and (3). In estimating equation (2) Columns (1), (3) and (5) indicate that controlling for differences in the subjects' attributes does not substantially change our finding in the last section: skills training is almost always associated with lower earnings, even though the earnings differences are usually dominated by within group variation and therefore statistically insignificant. The earnings effect of training also differs across groups. The coefficients on the interactions terms in columns (2), (4) and (6) suggest that previous production workers with lower education appear to benefit more from skills training. This is due perhaps to their lower baseline earnings, which would accentuate improvements even if the same training brings the same employment opportunities, particularly if these opportunities do not require much formal education. The treatment effect on female trainees, who were over-represented in the treatment group, was on average $1439 a month higher relative to the treatment effect on men one year after training. This is consistent with extensive foreign experience. However, the advantage all but dissipated after three years. Hong Kong-born manufacturing workers also tend to benefit less from earnings, but the difference is not significant. Different types of training courses also tend to differ in their effectiveness. Full-time training fared slightly worse than part-time training. More importantly, general-skills courses were significantly less effective than specific-skills training in enhancing earnings, particularly in the long run. Considering that 60 percent of the sample enrolled in generalskills courses, this would have a significant negative effect on the overall efficiency of the programme.
C. Days of Employment
In estimating the tobit model of duration of employment, we use basically the same set of independent variables as in the earnings model, except that education, gender, and the number of small children (less than 6 years old) are explicitly controlled for. Estimation results are given in table 6. From columns (1), (3) and (5), it can be seen that older and female workers with small children worked significantly fewer days over different periods, which is not unexpected, but education and training basically had no effect. The models with interaction terms again reveal that different types of training had different effects on different subjects. In particular, full-time and general skills training is again found to have significantly reduced the duration of employment. On the other hand, contrary to previous results on earnings, training is found to have benefitted production workers by less, probably reflecting a greater difficulty for these workers to find employment in a service-oriented economy.
The estimates of the training effect in columns (1) to (4) may potentially be biased downward because, as mentioned earlier, the training courses were still in session when the baseline survey was conducted. This is particularly the case for full-time trainees. But if we focus on columns (5) and (6), which cover a 2-year period long after the completion of training, the same qualitative results still obtain. The variation in training effects across trainees and course types is actually quite remarkable. Trainees who were originally production workers worked 106 fewer days over the two years between the last two waves of survey, compared to non-production workers, while graduates of full-time and general skills courses worked 153 and 161 fewer days respectively than other trainees. Given the insignificant overall programme effect, it would imply that specific skills and part-time training can actually increase employment duration, particularly for non-production workers.
D. Random-effects Probit models of employment rate
Retraining is expected to increase employability, thereby raising the employment rate among trainees. To investigate whether this is in fact the case, we estimate probit models of employment status implied by equations (4) and (5). The results are summarized in table 7.
The demographic variables in the simple model (columns (1), (3) and (5)) generally show the expected effects on employment status. Older workers, or women (particularly those with young children) have lower employment rates, reflecting perhaps a higher likelihood of withdrawal from the labour force. Higher education is seen to reduce the probability of employment, but the effect is not significant. Most importantly, contrary to the government's repeated assertions, we find no evidence that retraining raises employment prospects once characteristics of the trainees have been taken into account. Training does seem to be a slightly more positive effect in the long run than in the short run, but the estimate is still small in magnitude and statistically insignificant.
The corresponding programme interaction-effect model provides some hints as to why this is the case (see columns (2), (4) and (6)). In the short run, training works less well in raising employment chances for women, older workers, and production workers, while general skills courses are again found to be less effective than specific training. With an overrepresentation of female and general skills trainees in the treatment group, it is not surprising that the short-run average training effect on employment probability is negative. The gender (and the age) effect on training diminished over time, but the lower effectiveness of general training persisted three years after the completion of training, bringing down the long run employment rate of the trainees. The results also show that training does not improve the chance of employment for production workers, which is consistent with our earlier findings on fewer days of work for these workers.
If training is supposed to raise the employment rate, then it is also supposed to reduce unemployment among the trainees. However, whether a worker in the labour force can escape unemployment depends more on her employability than on her labour supply decision. Accordingly, in applying equation (4) and (5) to post-training unemployment status, we use the human capital variables that are included in the earnings models, together with the dummy variables for time and programme participation. 4 The results, in table 8, show that, as expected, unemployment is higher among women and older workers. Higher education and participation in training actually tend to raise the probability of unemployment, although the effects are not significant. The coefficients on the interaction terms in column (2) show that different types of training are equally ineffective in reducing unemployment, regardless of the characteristics of the trainees.
To briefly recapitulate, we find no evidence that skills training financed by the Employees Retraining Board during the sampling period has had any positive effect on outcome measures. Trainees performed uniformly worse, if insignificantly so, than comparison subjects in employment rate, unemployment rate, days of employment, and earnings. While the effectiveness of training might have varied across individuals with different characteristics, the most consistent finding is the relative inefficiency of general skills training and, to an extent, full-time training. The poor performance of these types of training courses accounts for much of the failure of the retraining programme to bring about any real improvement in the labour market performance of the trainess.
E. Specification Tests
Our approach to measuring training effects is basically a before-and-after experiment.
We measure how changes in a person's labour market outcomes are related to whether she received training in the intervening period. An implicit assumption of this approach is that the treatment group and the comparison group would not have experienced systematically different changes in labour market outcomes but for the change in the amount of training they received. Given the obvious differences in the characteristics of the treatment and the comparison groups in table 2, one cannot be sure of the validity of this key assumption.
Whether the assumption holds or not can be tested by "post-programme tests" (Heckman and Hotz 1989) . In the case of employment earnings, the post-programme test is performed by estimating equations (2) and (3), using data from the two follow-up surveys only. 5 If the treatment group and the comparison group are not systematically different, the coefficients on the training variables should be jointly insignificant. As shown in the first row of table 9, the maintained assumption of no statistical difference between treatment group and comparison group is not rejected by the post-programme data. A similar exercise on employment status, as modeled by equations (4) and (5), also fails to reject the maintained assumption (see the second row of table 9). Therefore, we can conclude that, despite the apparent differences between the treatment and comparison groups, our statistical models present a reasonable framework for the evaluation of the effectiveness of the retraining programme.
IV. Conclusion and Policy Implications
The Employees Retraining Programme is one of the most important labour policy Despite the disappointing results we found within the horizon of this study, the government can yet pin its hope on better performance of the trainees further down the road. corroborated by a more recent study by Couch (1992) , who finds that while short-run earnings effect of the National Supported Work experiment did not last beyond the first few years after training for disadvantaged youth, the earnings gain enjoyed by disadvantaged women persisted in the long run, and was actually larger four to eight years after the completion of training than in the first three years.
These observations might suggest some basis for optimism for the Hong Kong programme, given the predominance of women among trainees. However, our results in table   5 show that even the initially positive training effect on earnings for female trainees has reversed direction by the third year after training, indicating that the U.S. observations on white females may not be an appropriate example. 6 Moreover, most trainees in the Hong Kong programme were trained in general (language and computer) skills that depreciate quickly over time with the lack of use. This makes it unlikely that poor performance in the 7 In the fiscal year 1995/6, allowance for trainees constituted 20 percent of the total retraining programme outlay. 20 first three years would be offset by better performance in the long run. In fact, the only improvement over time that we can detect from our data is an increase in the training effect on employment rates over the longer run (table 7) , but even in this case, the magnitude of the effect remains small and we cannot conclude that training increases the probability of employment. The fact that training has not increased the duration of employment between the two post-training surveys also suggests that it is not advisable to read too much into the observation. Therefore, on the basis of our findings, it would be unrealistic to expect any substantial sign of improvement in the long run even if this survey is repeated in the future.
There are also some sporadic evidence that retraining works better for some individuals than for others. However, given that the programme is intended to help those in need, it would be difficult for the government to reduce service to workers who benefit less from training, even if a more consistent pattern can be established. What it can do to improve efficiency of the programme is to focus resources on the courses that have higher valueadded. Intensity of training appears not to be a key factor affecting outcome. Despite the fact that subjects tend to find full-time training more effective in imparting skills that are relevant to their employment, there is no evidence that such training actually works better. In fact, it is found to be less effective than part-time training in improving the labour market performance of trainees, particularly in days of employment. Unfortunately, these full-time courses are also the most expensive to finance. Not only do they require more training resources, but they also offer an allowance of up to HK$4,000 (approximately US$510) a month for the trainees. There are, therefore, clear financial incentives both for training bodies to offer such courses and for trainees to oversubscribe to them, creating further pressure for expansion. The resulting diminishing returns are reflected in the low efficiency of these courses. Moreover, full-time training encourages trainees to withdraw from the labour force while undergoing training. Very often, this would simply delay unemployment, with possible employment opportunities being passed up. In view of the ineffectiveness of full-time training and the opposition of unionists to reduce allowance for full-time trainees, it would perhaps be advisable for the government to assign higher priority to part-time training in the future.
Equally important, if not more so, is our finding that general skills training consistently shows lower effectiveness than specific skills training by all measures of outcome, usually significantly so. The intent of these courses is to facilitate the transition of former manufacturing workers to more service-oriented employment, but this rather generalized approach does not seem to be working. The problem is that many subjects might have taken these courses with neither clear career objectives, nor an understanding of how such training would help them achieve those objectives. Therefore, providing training on these depreciable skills to a wide population with the hope that some may eventually benefit is not a very efficient use of resources, particularly when these courses represent the majority of the courses financed by the government. Apparently, a clearer focus and a greater emphasis on more specific aspects of career enhancement are necessary if such training is to be effective.
This study is only a partial evaluation of the long-term effectiveness of government's Employees Retraining Programme, covering only the skills training courses for general workers. But in terms of trainee intake, the courses represented 80 percent of the Programme's offerings at the time of the baseline survey. The failure of these courses to show any value added in general, and the low efficiency of certain types of training in particular, suggest serious problems in the retraining effort in Hong Kong. The efficiency of a programme of this nature would inevitably be constrained by many ethical, social and political considerations, but the fact that, when put in an international perspective, our findings tend to gravitate towards the low end of the estimates of programme effectiveness indicates that there is probably much room for improvement in its implementation in Hong Kong.
The success of the retraining initiative is important. With the permanent decline in the manufacturing base in the local economy, there is little hope that many of the victims of sectoral shifts would be able to find employment in their original industry and occupation.
Just as it would be futile to try to reverse the process of economic transformation and bring back the industries that have lost competitiveness in Hong Kong, funneling resources into an inefficient retraining programme does not offer a real solution. Without an effective remedy, many, particularly older and less educated workers, may find themselves trapped in long-term unemployment and poverty. Given the potential magnitude of the social problem and the huge amount of retraining resources at stake, it is perhaps time for the government to reexamine its strategy. Skills is a dummy which equals 1 if the subject receives skills training; Wave3 (Wave4) is a dummy for observations in Wave 3 (Wave 4) survey; experience is the number of years of work experience; female is a dummy which equals 1 if the subject is female; Hong Kong born is a dummy which equals 1 if the subject was born in Hong Kong; Manufacturing (Production) is a dummy which equals 1 if the subject current/last job is in manufacturing (production); Full-time Skills (General Skills) is a dummy which equals 1 if the subject received full-time (general) skills training; Age×Skills is the interaction term between the variable Age and the Skills dummy, etc. 
